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cleatly  define  goals  and  dteams.  A  purposeful  mentoting  scenatio  includes  goal  setting,
establishing  a time  table  for  implementation  of  the  new  skill  and  evaluation.  If  the
telationship  has  ptoven  benefi  or  if  thete  is mote  to  be  taught  and  leatned,  dien  the
telationship  may  be  tenewed.  Many  otganizations  have  recognized  the  value  of  mentoting
telationships  in  their  businesses.  Healthcate  is an industry  whete  mentoting  progtams  and
telationships  ate  encoutaged.  Tbis  papet  will  exae  and  compate  putposeful  mentoting
with  less sttuctuted  mentoting,  using  examples  of  vatious  mentoting  telationships.
Examples  found  in  the  models  of  putposeful  mentoting  will  be  futthet  supported  in  the
ptoposed  model  of  mentoting  fot  healthcate.
DEFINITION  OF  MENTORING
It  is impottant  to  clatify  the  definitions  of  a managet  and  a mentor.  Mentoting  may
take  numetous  fo.tms.  It  is important  to  undetstand  the  concept  and  how  it  is  used.
Managets  may  be  appointed  ot  promoted  to  theit  position.  A  manager  is someone  who
ditects and supetises  wotkets.  You  cannot  teany appoint  a mento.t.  Mentots  ate  that
because  they  possess  a coinbination  of  atttibutes  that  othets  ate compelled  to  want  to follow
ot  work  with.
Mentoting  is not  a new  concept  to  leadetsip.  It  is as old  as civilization  itself.
Literatute  offets some de:6nitions of  a mentot.  It  comes  from  the  Gteekwo.tdwhich  means
enduting. The concept of  mentog  has existed  at least  since  Greek  mythology  as desctibed
in the book  The Odyssey by Homet  (1919). In  this  book  Mentor  was  both  counselot  and
ftiend. A mentot  was needed because as Odysseus went to %ht  in the Trojan  War, he
tecognized  that  is  son  needed  to  be  coached  by  someone.  The  man  Mentot  was  known  fot
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*  Mentots  and  mentees  receive  the  ability  to  leatn  ftom  and  teflect  on  setbacks.
*  Mentors  develop  loyalty  and  appteciation  of  others'  growth  and  ptofessional
development.
*  Mentots  can help cteate a safe, nonjnrlgmt'ntql  lt'arninB  rnvitonment  where  all points
of  view  ate  heatd.
*  Mentots  nuttute  the  ability  fot  othets  to  tealize  and  develop  theit  full  potential  by
conftonting  and  ovetcoming  self-doubt  and  feat,  which  is espey  important  fot
women.
*  Mentors  help  to  ignite  enthusiasm  and  passion  in  theit  ptot6g6s,  as well  as to  teignite
it  in  themselves.
Werito  ting  affotds  its  participants  the  ability  to  change  places-to  serve  as an  expert  in  one
context  and  a student  in  another.
"A  mentot  is simply  someone  who  helps  someone  else  leatn  something  the  leatnet
would  otherwise  have leatned  less well  mote  slowly,  or not  at all" (Bell, 1996, p. 6). The
histotical  otigin  of  the wotd  mentor  encoutages  tisk  taking  and  making  use  of  opportunities
when  they become  available. In a good  mentot/mentee  telationship  they teach and leam
from  each othet.  They  tespect  each othe.ts  opinions,  sttengths  and  weaknesses.
Mentoting  has also been defined  as: "a  delibetate  paiting  of  a more  skilled  ot
expetienced  petson  with  a lesset skilled  ot  expetienced  one,  with  the agteed-upon  goal  of
having  the lesser skilled  petson  gtow  and develop  specific  competencies"  (Muttay,  1991,  p.
xiv).  Typically  this  is one  mentor  to  one  prot6g6  and  each  knows  whatis  expected  of  the
odiet.  'The  tetms  mentee  and  ptot6g6  ate  often  used  intetchangeably  in  tbis  papet.  Muttay
defined  some  of  the  functions  that  a mentot  may  agzaee to  petJ"otm  such  as:
*  Act  as a soutce  of  infottnation  on  the  mission  and  goals  of  the  otganization.
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*  Provide  insight  into  the  otganization's  philosophy  of  human-tesoutce
development.
@ Tutot  spec  skins,  effective  behaviot,  and  how  to  function  in  the  otgaation.
*  Give  feedback  on  observed  perfotmances.
*  Coach  activities  that  wffl  add  to  expetience  and  skill  development.
*  Serve  as a confidant  in  times  of  petsonal  ctises  and  problems.
*  ASSiSt  the  ptot6g6  in  plotting  a cateet  path.
*  Meet  with  die  ptot6g6  at  agteed  time  intervals  fot  feedback  and  planning.
*  Agree  to  a no-fault  conclusion  of  the  mentoting  relat'onship  when  (for  any
teason)  the  time  is tight.
* Maintain  the integtity  of  the telationship  between the prot%6  and the natural
boss  (Mutray,  1991,  p.l3).
Muttay  also  states  that  in  a facilitated  ptogtam  the  ptot6g6  will  have  these  chatactetistics:
*  Willingness  to  assume  tesponsibility  fot  his  ot  het  own  gtowth  and  development
@ Assessed  potential  to  succeed  at  one  o.t mote  levels  above  the  present  position  in
the  otganization
*  Ability  to  perfottn  in  mote  than  one  skill  atea
*  A recotd  of  seeking  chanenging assigntnents  and  new  tesponsibilities
*  Receptivity  to  feedback  and  coaching  (Muttay,  1991,  p.l3).
Bell  futthet  desctibes  mentoting  by  using  the  actonym  SAGE.  He  defines  SAGE  as:
"suttendeting,  accepting, gifting  and extending"' (Bell, 1996, p. 11). Leadet/mentots  tend
to  dtive  and  conttol  ptocesses.  This  may  cause  tesistance  and  e the  potential  fot
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ovetan  growth  needs  of  the  mentee  and  may  include  discussions  about  and  advice  ptovided
ovet  a btoad  specttum  of  subjects.  Often  the  mentor  has  no  direct  involvement  in  or
infotmation  about  the  mentee's  ongoing  expetience  except  fot  what  the  mentee  decides  to
shate.
DEFINITION  OF  MBNTEE
The  mentoting  telationship  is shared  by  two  people.  The  relationship  is shated  by
the  mentor  and  mentee.  In  simple  tetnns,  the  mentee  is someone  who  is mentoted.  The
mentee  is someone  who  is ttained  and  suppo.tted  by  the  mentot.  They  leatn  and  benefit
from  the  mentor  who  is influential  in  theit  life,  ttaining  ot  cateet  path.
The  mentees  must  make  themselves  available  fot  leatning,  not  feat  asking  questions
and sometitnes  needing  to  ask  them  mote  than  once.  The  mentee  must  be  secute  enough  in
the  relationship  to  ask  questions  and  leatn  and  share  with  the  mentor.  The  ttansfer  of
infotmation  will  be  beneficial  to  both  patties.
'The  mentee  must  be  teady  to  explote  options  and  not  be  spoon  fed  evety  piece  of
infomnation.  The  mentee  must  be  confident  in  theit  choices  and  decisions  and  willing  to
learn  from  them.
LEADERSHIP  AND  MENTORING
The  tole  of  ptepating  futute  leaders  is the ultitnate  tesponsibility  of  leadetship.
Koestenbaum  (1991) says, "Mentoting  is to  identify  potential  leadets  and  teach  them  the
leadetship  mind,  on the job. Mentoting,  developing  subotdinates,  is a crucial  tesponsibility
of  leadetship  and is also good  for  the mentot"  (p. 333). 'The Mastets  of  Atts  Leadership
(MAL)  development  model  at Augsbutg  Conege  ptomotes  leadetship  as a ptocess  that:
*  Inspites  coopetation  among  people  who  must  compete  fot  litnited  tesoutces.
*  Ptomotes  ptoductivity  witbin  and  beyond  the  otganization.
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*  Wotks  towatd  ptogress  fot  the  individual  and  the  o.tganization.
To  accomplish  this,  individuals  aspiting  to  positions  of  leadetship  must  possess
thtee  key  atttibutes:  a sense  of  vision,  the  ability  to  petsuade,  and  the  ability  to  ditect  action.
Undetlying  these  atttibutes  is a btoad  range  of  abilities  and  awateness,  outlined  in  the
Augsbutg  model,  that  serve  as specific  outcomes  for  the  MAL  Ptogratn.  Augsbutg's  model
of  leadership  development  is designed  to assess,  promote,  enhance  and  refine  these
capabilities  within  the  individual  (MAL  model).
Kouzes  &  Posner  (1987) teport  that  the  thtee  most  impomnt  telationships  at wotk
ate  mentots,  bosses  and  peets.  "Mentots  ate  particulatly  valuable  as int-omnal  sponsots  and
coaches. They  help us leatn  how  to navigate  the  system,  they  make  impomnt  introductions,,
and  they  point  us in  the  tight  direction"  (p. 286).
Axelrod  (2000) addtesses  the  issue  of  succession  to  leadetsbip.  A  leader  must  deal
effectively  with  two  aspects of  leadership.  One  aspect  is with  the  people  who  hunger  for  the
leadet's power  without  the leadet's  vision  or  ability.  The  second  issue  is that  of  succession
tather  than  competition.  "Effective  leadets  provide  fot  succession,  and  do so without
comptomising  their  cuttent  authotity  ot  cteating  dissension  atnong  ptospective  inhetitots  of
the  tbtone"  (p. 150).
Blancha.td, Hybels  and Hodges (1999) discuss servant  leaders  and  theit  tole  in  the
organization  and in people's  lives. It  was  thought  in  the  past  "people  who  feel  good  about
themselves  produce  good  tesults"  (p. 146). That  thought,  however,  has been  ttansfotmed
into  the idea that  "people  who  produce  good  results  feel  good  about  themselves"  (p. 147).
The function  of  a servant-leader  is to  model  and encoutage  the  behaviots  and  values  that  ate
aligned w'th a shated vision.  The result  of  the modeling  is that  both  "the  otganization  wins
and  the  people  feel  good  about  themselves"  (pg. 147).
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Portnet  (1998)  quoting  Rachel  Remen  JEtom a talk  given  in  San  Diego  in  1995
descfflbes  the  diffetences  between  helping  and  serving.
Serving  is different  ftom  helping  Helping  is based  on  inequality;  it  is not  a
telationship  between  equals...Helping  incuts  debt.  When  you  help  someone  they
owe  you  one.  But  serving,  like  healing,  is mutual.  Thete  is no  debt.  I am  served  as the
person  I am  serving.  When  I help  I have  a feeling  of  satisfaction.  When  I serve  I
have  a feeling  of  gratitude.  These  ate  very  diffetent  tbings  Serving  is different  'ftom
fixing.  When  I fix  a petson,  I petceive  them  as btoken.  This  is distance  between
ourselves  and  whatevet  ot  whomever  we  ate  fixing  and  we  cannot  serve
at  a distance.  (Portner,  1998,  p. 24)
'This  is the  embodiment  of  setvant  leadetship.  It  is walking  along  side  and  teaching
by  example.  It  is allowing  a petson  to  succeed  ot  fail  in  a safe  envitonment  and  to  leatn  by
both  observation  and  expetience.
Fotd (199 7) tefets to Jesus' style of developing His disciples into leadets. "Jesus"
leadetship ptogtam was not like school; it was life. The disciples were apptentices to Jesus"
(p. 128). Jesus' style of leade.tship teaches us that leadets leatn in real life situations. Jesus had
a plan and often shated it with his disciples. Jesus' steps ate effective today to develop, ttain
and  ptepate  leaders  fot  the  futute.
*  He  called  them.   is affittnation.
@ He  gave  them  a new  vision.  In  tbis  way  He  accepted  who  they  wete  with
theit  sttengths  andweaknesses,  but  showed  themwhat  they  could  become.
He made them  a teatn.  He tecognized  the  power  of  a team  and  taught  them
to work  together  and  to  tely  on  one  anothet  fot  sttength  in  diffetent  ateas.
*  He ttusted  them. Not  only  did He  have  them  follow  Him  and  teach  them  by
living  with  them,  but  He sent them  out  entrusting  them  with  tasks.
10
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Infotmal  mentoting  includes  everyday  expetiences  including  less  sttuchired  and
unplanned  occuttences.  Infotmal  mentoting  occuts  between  patents  and  their  childten.
Parents  may  try  to  use  a mote  putposeful  mentoting  approach,  but  usually  fonow  an
infottnal  apptoach.  Infotmal  mentoting  also  occuts  ftequently  in  the  wotk  place.  Is info:tmal
mentoting  a chat  in  the  hallway?  Is  it  spending  time  togethet  outside  of  the  wotk  ot
educational  setting,  at  the  golf  coutse,  the  church  choir,  or  the  local  coffee  bat?  Is it  a
coaching  ot  volunteer  telationship?  Is it defined  by how  the mentor/mentee  ate  connected-
do  they  just  natutally  gtavitate  towatd  each  other?  The  answet  to  all  of  these  questions  is yes.
Infotmal  mentoting  beg'ns  when  an  expetienced  employee  takes  an  active  intetest  in
the  newcomet,  ot  the  newcomet  approaches  the  mote  expetienced  one  for
infotmation  or  help.  If  the  chemistry  is tight,  a ptoductive  relationship  can  begin.
"The  active  inte.test  of  the  mentor  and  die  petson  being  mentoted  in  each  othet
continues  until  its  putpose  is exhausted  and  the  .telationsbip  ends.  (Simons,  et  al.,
1993,  p.l62).
Infotmal  mentoting  may  also  be  called  natutal  ientoting.  It  occurs  tbtough
ftiendship,  teaching,  coaching,  and  counseling.  Infomnal  mentoting  is a way  of
communicating  skills,  values  ot  ttuths  without  setting  goals  ot  measuted  tesults.  Optah
Witftey  used  Nelson  Mandela  as het  infotmal  mentot.  In  a tecent  People  magazine  Optah
Winfrey  says, "Nelson  Mandela  is the sttongest  living  mentot  fot  me.  He's  a tole  model  and
standard  bearer  fot  all  human  beings"  (p. 222).
It beg'ns for most of us in out  youth with out  telationsbip with  out  patents and/o.t
caregivet. As patents we ate modi$g  the infottnal plan frequently as the situation  or
circumstance  demands.
Infotmal  mentoting  is a mote  natutal  and  simplet  ptocess.  It  may  not  entail  a
fotmalized  plan. It  less  sophisticated.  Infotmal  mentoting  may  be  unintentional  and  still
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provide  the  necessary  elements  to  be  labeled  as mentoting.  'The  matching  of  individuals  as
mentot  and  mentee  may  occut  natutally.  Infotmal  mentoting  may  occut  in  evetydsxy  life
expetiences  at work  or  socially
Coaches in youth pto@ams and teachets ate good examples of  infotmal  mentoting
Fot  them  to  succeed  in  theit  fields  it  is necessaty  for  them  to  tap  into  the  inttinsic
motivation  of  the  individual  in  the  informal  mentoting  p.tocess.  Zey  (1991)  says that  "the
classic concept of  the mentot involved teaching, coac%,  and ovetseeing the development
of  the ptot%6" (p. 14). Coaching is an example of infotmal mentoting which does mote
than develop  physical  skills in the athlete- It  is a way for  the coach/mentor  to invest  him  ot
he.tself  into  the  lives  of  the  participant  by  modeling  behaviot  that  will  benefit  both  the  child
and  the  community
Martens  (1990)  lists  key  points  which  a successful  coach  would  do  wen  to
incorpotate into his or her ptogram as a way of  mentoting and mode%  to youth. He
believes  coaches  should  be tole  models.  His  philosophy  of  coaching  young  people  includes
thtee  majot  objectives.  They  ate:
1.  To  have  a winning  team.
2. To  help  young  people  have  fun.
3. To  help  young  people  develop  physically,  psychologic:ally  and  sociany.  (p. 3).
Marten  includes  key points  coaches  can  use  to focus  and  to  help  their  mentees
achieve these objectives. When communicating  with  young  atbletes,  he suggests:
@ Having  ctedibility  with  yout  athletes  is essential  fo.t  effective  rommnnirgtion.
@ You  can  imptove  yout  listening  skills  by  tecognizing  that  what  yout  athletes
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1. Establish  cleat  goals  of  the  program.  "The  otganization  has  to  detetmine  eatly  on
whethet  it  wants  the  mentot  progiam  to  fulfill  a teaching  function,  a counseling
funct'on,  or  a promotional  function"  (Zey,  1991,  210).  The  fottnulatots  of  the
pto@am must establish clear goals. "Context  has a lot to do w'th both your goals
and  authotity  as a mentot"  (Elmote,  p. 212).
2. Communicate  the  program's  goals  to  all  patticipants.  The  mento:t  and  prot6g6
must  both  be  clearly  infotmed  of  the  goals  of  the  progtam.  "Being  clear  up  ftont
about  the  purpose  of  yout  advice  can  help  focus  yout  scattetgun  thoughts  into  laset
like  advice"  (Bell,  1996,  p. 59).
3. Detettnine the otganization's abilit5r to absotb pto@am  'graduates'. Fot example, if
the formal mentoting progtam is instituted in ordet to develop %bly  trained
managets,  make  sute  that  yout  otganization  can  absorb  them  in  that  new  tole.  The
best  mentot  is one  who  has  knowledge  of  the  vision  and  long-tange  plans  of  the
otation.
4. Enlist  the  coopetation  of  the  entite  otganization.  Toe  entite  orgaation  must  be
engaged  and  support  the  mentoting  ptogtam.  "The  mentoting  ptogtam  may  be
developed  to  aid  in  succession  plag  ot  sttengthen  the  otganization  in  anothet
way.  Be  cleat  about  the  benefits  to  the  organization.
5. Make the  selection  ptocess  as autonomous  as possible.  "The  selection  ptocess  must
Et the needs of  both the  mentor  and  mentee/ptot6g6.  The  pait  may  be  self-matched
based on needs that the mentee wants to develop. These  may  be  pe.tsonal  and/or
professional.
6. Be assured  of  the  comtnittnent  of  the  mentots.  Mentots  must  keep  time
commitments  md  assist'with  developmental  activities.  "But  temembet:  to  get  to  the
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ftuit,  you've  got  to  go  out  on  a limb"  (Elmote,  1998,  p. 108).  'Thete  ate  tisks  in
mentoting  that  we  must  take  in  o:tdet  to  be  successfiil.
7. Give  ftee  tein  to  the  mutual  benefits  accruing  to  both  parties.  Mentoting  ptovides
fot  incteased  ptoductivity,  imptoved  tectuitment  efforts,  and  ovetall  inctease  in  the
success  of  the  otganization  and  at  the  individual  level.
8. Pe:tmit withdtawal  ftom  the pto@am. Withdtawal  ftom  the ptogtam may be the
best  option  if  the  telationship  for  eithet  of  the  parties  is not  on  tatget.  Howevet,  this
ptocess should not be taken %htly. This may be an opportunity  for conffict
resolution  and  gtowth  fot  both  parties  involved  (mentor  and  prot6g6).
9. Evaluate the ptogram continually- Programs may be evaluated on many factots
including  but  not  limited  to:  cost-effectiveness,  value  to  the  otganization,  motivation,
incteased  skills  and  atttition.  If  one  pat'culat  factot  is valued  mote  highly  it  could  be
set  up  to  be  weighted  more  heavily  in  the  analysis  On-going  evaluation  of  the
progtam  is essential  fot  continuous  ptogtam  imptovement.
10. Give  the  ptogtam  a long-tetm  test  penod.  "Don't  forget  that  the  journey  of  a
thousand  miles  begins  with  a single  step"  (Elrnote,  1998,  p.l86).  Long  tetm
evaluation  of  the participant's  development  pattems  and  theit  effects  ate  an
important  step in the mentoting  pto@am ptocess.
11. Anticipate  exttaneous  effects  of  otganization's  petception  of  patticipants
(Zey,1991, p.209). It is important  fot  a mentoting  telationsbip  to  be  tailoted  to
opetate  within  the sttuctutes  of  the  otganization.  The  petception  by  othets  of  the
participants  may  play  a key  factot  in  the  success  of  the  ptogtam.  The  mentot  and
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care"  is the  stat  in  the  lives  of  the  healthcate  wotker.  In  the  scenatio  of  the  healthcare
wotket  mento  ting  telationship  it  would  include  that  all  leamed  visions  would  center  on  the
patient  and  be  reflected  in  the  putposeful  mentoting  relationship.  If  for  example  the  leatned
vision  better  serves  the  wotker  than  the  patient,  then  that  would  not  be  h good  leamed
vision  in  support  of  the  mentoting  telationship.  The  vision  is discussed  in  the  interview
ptocess  and  duting  new  employee  otientation.  It  is continuously  teinfotced  with  all
einployees  at forums  and  gtoup  meetings.
The  leamed  vision  is tequited  to  be  cleat  with  the  goals  of  the  telationship  and  how
that  may  impact  you  in  yout  wotk  setting.  It  is cleatly  aligned  with  the  goals  of  the  patient
and  of  yout  otganization.  Those  visions  may  include  understanding  the  goals  and  visions  of
yout  unit  and of  a latget  sttategic  gtoup  thatyouwotk  ot  function  witbin-  The  clearet  the
vision,  the  less  time  may  be  lost  in  defining  it.
The  mentoting  telationship  helps  to  avoid  waste  anrl  iwffirirnries  Tn healthcare,
mento  ting  is customized  by putposeful  mentoting  to  meet  the  chaneriges  of  creating  an
effective  leadetship  base fot  the futute.  The need fot  a new  putposeful  mentoting  model  is a
key sttategic  planning  step fo.t wotkforce  planning  in healthcate.  It  must  include  value-added
expetiences  fot  both  the mentot  and the mentee. 'The leatned  vision  tequites  clear
communication  techniques.
Communication
The  model  also includes  key initiatives  fot  communication,  i.e.  communication
boards, emails, newslette.ts and lunch  and leatn sessions.  Cnmmnnirgtinn  in petson  one-  to-
one is usually effective and wen teceived.  It  allows both  patties  the immediate  opportunity
for  questions  and answets- Communication  must  nevet  be  fotgotten  and  constantly
imptoved  upon.  In  this age of  email  and man'y  othet  means  of  electtonic  media  we  might
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forget  about  the  human  factor  in  the  tnix.  Ttaining  to  use  the  new  electtonic  means  of
communication  is very  important  if  that  is one  of  the  cote  expectations  in  the  organization
o.t telationship.  Research  has demonsttated  that  ftequency  of  comiuniaition  and  the
impottance  of  the  human  element  (not  electtonic)  was  a key  factor  fot  satisfaction.
Me4  meetings ate still  impottant  to obtain gtoup consensus. Cteating  a
communication  book  may  assist  those  that  ate  otherwise  inhibited  by  other  media  and  or
othet  people  when  conftonted  with  issues  face  to face.  Othet  means  of  rnmmnnirgtinn  arr
shift  huddles  and  gtoup  paging  of  info.tmation.
Cnmmnnirqtinn  2180 includes  being  meaningfully  visible  in  the  relationship.  Keep
the  goals  and  visions  of  the  relationship  in  the  foreftont  of  mentoting  convetsations.
Comtnunication  may  also  be  teinfotced  thtough  tewatd  and  tecognition.
Recogtzitiort  andReward
Recognition  and  tewatd  ate  also  important  in  the  mentoting  relationship.  It  is
important  to tecognize others for  the good wotk  and or  gteat  ideas  they  have.  It  is important
to recognize the mentee fot  theit  abilities.  It  is important  also  to  use  those  ideas  thtoughout
the  wotk.
Types of  tecognition  include personal  thank  you  notes  and  opportunities  tO
recognize othets fot  theit  good  work  in :&ont of  their  peets-  An  example  would  be the  nutse
who ptovides  a fatnily  with  a lunch coupon  after identifying  die  family's  inability  to  pay  for
lunch ot the registtat  who spends time w'th  othet  staff  to ttain  them  on  a new  skill  needed
to do theit  job. Reward and tecognition  adds closute  to the  process  of  being  a good  tole
model  and  mentot.
The inodel  may include b4g  the patient  into the model.  The  patient  is at  the
heart of  the mentoting  .telationship diat  supports  the  employee.  The  employee  expects
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independence  and  respect  and  accepts  ovetsight  in  theit  position.  Tbis  model  may  be
adapted  fot  other  situations:  me  insutance,  sales  and  teal  estate.  Situations  where  the
customer  (like  the  patient)  is the  centet  of  the  work  they  do.  Serving  the  customer  is the
ultimate  goal  and  purposeful  mentoting  is the  way  to  obtain  that  leatned  vision.
In  summary,  the  new  model  includes:
Access  to  Mento.ts Mentee  and  mentot  that  ptovide  the  best  fit  for  the  tequired
relationship  goal  and  need.
Patticipation Ready  to  participate  in  the  telationship,  ready  to  wotk,  teady  to  have
fun,  teady  to  smile,  and  ready  to  help  and  support  others.
Leatned  Visions Visions  or  goals  of  the  mentee  and  of  the  goals  of  the  mentoting
relationship  that  fostet  'patient  centered  cate'.
Communication Includes  communication  boatds,  books,  electtonic  counication
media  (email),  face  to  face  communication  and  group  meetings.
Recognition 'Thank  you  notes  and  recognition  in  ftont  of  others  for  the  good  work
accomplished.
'The model  has  the  patient/customet  being  served  as the  core  of  the  model.  The
model  supports  a passion  fot  "patient-centered  cate".  'The  model  includes:  access  to
mentors,  participation,  leatned  visions,  communicat'on  and  recognition.  The  mentoting
relationship  benefits  both  the  mentor  and  mentee  in  the  ptesent  and  would  ultimately
benefit  the patient/customet  teceiving  bettet  cate  and se.tvices.
CONCLUSIONS
This  papet  examined  and  compated  purposeful  mentoting  w'th  othet  vatious
mentoting  telationships.  Mentoting  is not  new  to  litetatute  ot  leadetship  definitions.  Gteek
mythology  and the Bible  both  .teferenced  mentoting  as the  key  to  helping  othets  learn  and
enab%  them to catty on the wotk  of  the leadet- The mentoting  model is a valuable  ptocess
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in  one's  personal  life  and  ptofessional  performance  if  implemented  approptiately  according
to the  plan.  Mentoting  is part  of  leadetship  development.
Bell,  Elmote  and  Zey  all  ptovided  guidelines  fot  the  mentoting  ptocess.  Ben  and
Elmore  both  desctibed  mentoting  with  acronyms.  Ben  used  "SAGE"  suttendeting,
accepting, gifting and exten%-  Eltnote desctibed mentoting as "IDEA"  insttuction,
demonstration,  expettence  and  accountability.  Both  desctiptions  demonstrated  balance  and
a telationship  to the servant  leadetship  theory.  Zey  developed  guidelines  to further  enhance
a fotmalized  ptogram.  The  most  fotmalized  plan  in  my  model  is putposeful  mentoting.
Fotmal  and  informal  mentoting  are sttuctuted  and  less sttuctured  mentoting
telationships.  Infotmal  mentoting  is a simplet  mote  natutal  process  as displayed  in  a
mentoting  telationsMp  within  a volunteet  hand  bell  gtoup.  The  individuals  maybe  natutally
matched  in  an informal  telationsbip.  In  a fotmal  ptocess  the  otganization  selects  and
matches  the mentots  and  mentees  that  will  best  work  togethet  to achieve  their  goals.
Mento  ting  guidelines  may  be fotmal  or  infotmal  and  ptovide  both  parties  with
opportunities.  Sweeney  conttasted  outcomes  based  challenges  with  perfottnance  tewatded
expectations.  Differences  were  noted  with  ttaining  ptocesses  ot  no  ptocess.  Employee
participation was encouraged  and  questions  encouraged  in  the fotmal  ptocess  and  not
encoutaged in the infotmal  process.  Employee  ptoductivity  is the focus  of  informal  and  in
the fotmal  process  time  is set aside  fot  leatning  and  encoutaged.
In this papet  the definition  of  purposeful  mentoting  includes  a set plan  and  goal. To
be putposeful  natute  cannot  be allowed  to take  its coutse.  It  is impottant  to become
involved  in  the  ptocess  and  assist  in  sett'ng  the  coutse  to follow  with  the  mentee.  One
person  is always  in  the  lead  doing  the  encoutag'ng  'The  ability  to encoutage  and  support
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others  is a strong  chatactetistic  of  a putposefiil  mentot.  Show  the  mentee  the  way  and
encoutage  them  to  teach  the  goal.
Putposeful  mentoting  is a mutual  plan  between  the  mentee  and  mentor  to  teach  a
specific goal. When wo%  with adults in the wotk setting this is often the best method.
This  ptovides  both  parties  the  necessaty  tools  to  catty  out  die  ptocess.  It  allows  them  both
to  agzee  upon  expectations  and  goals.  It  ptovides  the  mentee  wath a plan,  goal  and  a support
petson  with  which  to  wotk.
Many  ot:ations  encoutage  and  support  mentoting  telationships.  They  have
discoveted  the teaptoca%  value of  a mentotship  progtam.  Teachets,  pto-team  coaches,
music  ditectors  and  religious  ptofessions  all  demonstrate  the  chatactetistics  of  purposeful
mentots.  All of  these  toles  ate  committed  to  the  undetstanding  leadets  have  about  service
and operational  excellence.  The  uniqueness  of  the  ptocess  is the  "x  factot"  of  the  individuals
in the relationsmp. Physicians and clinical  nutsing  ptofessions  tely  on  putposeful  mentoting
in theit  ttaining  ptocesses  The tole  of  the  pteceptor  is one  of  a purposeful  mentot.  The
putpose  of  the work  we each do and the tole  we  play  doing  it  helps  to  create  the  foundation
of  purposeful  mentoting.
The p.toposed  model  dtaws  &om  numerous  models  with  emphasis  on  the
relationship  between  the patient  and the healthcate  wotker  with  adaptability  for  othet
services lines. A key concept  of  the model  is g joyful  attitude  woe  doing  the  wotk  supported
in the mentoting  telationsip.  The model  includes:  access  to  mentots,  participation,  lea.tned
visions,  communication  and  recognition.
This model relies on telationships  fotming  and @o'wing. They  ate not  pte-assigned
o.t pre-detetmined  as in some fotmal  mentoting  telationships,  but  they do have sttuctute  and
goals. Full  patticipation  by both  pes  is necessaty,  encoutaged  and  supported.  This  model
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supports  "patient  centered  cate"  and  could  be  adapted  by  othet  service  o.tganization
mentoting  relationships.
Mentoting  is different  in  different  situations.  The  mentoting  goal  is a shated  goal:  set
togethet  and  celeb.tated  togethet  when  accomplished.  It  is a way  to  leave  a legacy  as a
mentot.  Othets  ate  benefited  by  yout  lifelong  l:  and  expetiences.  It  is a putposeful
and  tewatding  expetience  for  both  mentot  and  mentee.  Being  a mentot  is being  part  of  the
solution  for  developing  future  leadets.  a'What  you  ate  in  life  results  in  gteat  part  from  the
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